Dans cette étude, grâce à des données de l'Enquête sur la population active, nous examinons, dans les provinces canadiennes, la disparité des salaires horaires entre les sexes chez les travailleurs à temps plein du secteur privé. On observe dans toutes les provinces, durant la période 1997-2014, une réduction de cette disparité -une réduction toutefois peu marquée à Terre-Neuve-et-Labrador et en Alberta. De plus, quand on tient compte des différences entre les sexes sur le plan des caractéristiques des travailleurs et des emplois dans chaque province, la plupart des différences entre les provinces disparaissent. Par ailleurs, les résultats de la décomposition de la disparité suggèrent qu'une grande partie de celle-ci s'explique dans chaque province par les différences entre les sexes sur le plan des secteurs d'activité et du travail ; ces différences jouant un rô le de plus en plus important, la partie inexpliquée de la disparité a diminué dans plusieurs provinces.
Introduction
The persistence of a gender wage gap in Canada has been well documented. Gunderson (2006) provides a comprehensive review of evidence on male-female wage differences and the extent to which they might reflect discrimination. More recently, Vincent (2013a Vincent ( , 2013b has offered a complete review of the Canadian evidence. Baker and Drolet (2010) provided an extensive analysis of the gender pay gap in Canada, clearly differentiating between gender gaps in annual earnings and hourly wages among full-time workers from the early 1980s until 2008. An important result of their study is that while wage gap trends have shown modest progress over time, the proportion of the gap that is unexplainedor can't be accounted for by differences in men's and women's productive characteristics-has increased since the early 1980s. Their results also show important differences across provinces.
To address the existence of gender inequities in compensation, most provinces have introduced legislation or policy that applies to public-sector workers. Pay equity legislation that applies to public-sector employees and employers has been enacted in six provinces (Manitoba, Ontario, New Brunswick, Nova Scotia, Prince Edward Island, and Quebec) and in the federal jurisdiction. 1 Three provinces (Saskatchewan, Newfoundland, and British Columbia) have policy frameworks in place for negotiating pay equity in the public sector. Only one province, Alberta, lacks specific pay equity legislation or negotiating frameworks.
There are only two provinces, Ontario and Quebec, in which pay equity legislation also applies to privatesector employers. In Quebec, all employers with at least ten employees must follow the provisions of the Pay Equity Act. Quebec's large employers (with more than 100 employees) are also required to establish pay equity committees with employee representation that must develop a pay equity plan. Similarly, in Ontario, the pay equity legislation also applies to employers with ten or more employees, and large employers must establish pay equity plans. In both cases, the pay equity plans establish methods for evaluating comparable worth across jobs and assessing whether pay equity is achieved.
Despite a lack of policy and legislation applied to private-sector employees, we know less about the provincial variation that exists in gender wage gaps facing private-sector employees. Baker and Fortin (2004) examined Ontario's private sector and found that pay equity legislation had no effect on the gender wage gap. They suggest such legislation may be difficult to apply in decentralized labour markets where comparable worth is more difficult to assess. Baker and Drolet (2010) found considerable variation across provinces in the gender wage gap for full-time employees. They found women in Alberta, British Columbia, and Newfoundland consistently faced the largest wage gaps, with wage ratios at 0. 78, 0.83, and 0.83 in 2006-2008 These broad comparisons across provinces, however, do not fully account for the extent to which employment in the public sector prevails. In Prince Edward Island, for example, 23 percent of men and 40 percent of women worked in the public sector in 2014. 2 In contrast, 12 percent of men and 27 percent of women in Alberta worked in the public sector in 2014. Given the greater difficulty in managing pay equity issues in the private sector, gender wage gap information specific to this segment of the labour market would be valuable for policy makers in each province. 3 This study offers a comparative analysis of the gender wage gap facing full-time employees in the provinces' private sector and the factors driving the gender wage gap over the 1997-2014 period. In the next section I describe the data used in this study and measurement of key variables. The data demonstrate considerable differences across the provinces in the wage outcomes and characteristics of men and women. I then present regression-based estimates of the gender log wage differential over the 1997-2014 period, and demonstrate the extent to which gender differences in individual and job characteristics can help us understand the provincial variation in the gender wage gap and how the gap has declined over time. Finally, I review results of a standard Oaxaca-Blinder decomposition of the gender wage gap in each province for 2014 and 1997. The results suggest that within provinces, a greater portion of the wage gap is now explained by gender differences in industry and occupation.
Data and measurement
I use the Labour Force Survey's (LFS) monthly public use micro data files from 1997 to 2014, representing the period over which hourly wage data are available in this survey. The analysis is based on a sample of men and women, aged 25-59, working full time in the private sector as their main job. Any workers whose jobs are classified as part of the public administration, utilities, or educational services industries (based on the North American Industry Classification System, NAICS 2002) are excluded from the sample as few men and women in the private sector work in these industries in all provinces. 4 While gender generally describes an individual's masculinity or femininity, I use the LFS variable sex to divide the sample into male and female workers and use the terms gender and sex interchangeably in this study.
In measuring the wage gap, hourly wages of the employee are used throughout this study. Wage information has been collected as part of the monthly LFS survey since 1997 and represents hourly earnings at the worker's main job. When assessing questions surrounding pay equity, hourly wages are considered the most appropriate measure as it allows us to consider what individuals are paid when performing similar work. Income or earnings (measured annually or weekly) are important when measuring the well-being of families, for example, but may differ by gender because of differences in hours worked. The latter may reflect important concerns for employment equity, or gender equity within families, however this is not the primary concern for pay equity questions. As such, I follow the suggestion in Baker and Drolet (2010) and examine the gender pay gap in terms of wages rather than earnings.
The analysis accounts for several individual and job characteristics. Age of the individual is characterized using indicators for five-year age groups. Education is characterized using a set of indicator variables (for 0-8 years, some secondary, grade 11-13 graduate, some postsecondary, postsecondary certificate or diploma, bachelors degree, or graduate/professional degree). An indicator variable for marital status is set equal to one if the individual reports being legally married or living in a common-law union and zero otherwise. For union status, I create an indicator for whether a person is covered by a collective agreement (set equal to one if the individual is a member of a union or covered by the collective agreement, zero otherwise). A variable for tenure represents the number of months a person has held his or her current job. Finally, there are 15 categories for industry and 25 categories for occupation used to characterize the individual's main job. 5
Descriptive Statistics
In Figure 1 I present the average hourly earnings of men and women in each province in 2014 (with corresponding female-male wage ratios noted below the figure). Across provinces, there are considerable differences in the average wages. For example, the wages of men and women are highest in Alberta at $33.69 and $24.67 (respectively). The resulting female-male wage ratio is 0.73. Prince Edward Island has the lowest wages, with an average male wage of $20.42 and female wage of $17.72. The female-male wage ratio, however is much higher in Prince Edward Island than other provinces, at 0.87.
There are many dimensions along which the provinces differ in terms of their private-sector employees. For example, as presented in Figure 2 , in all provinces there was a higher portion of women than men who have a university degree (bachelor's or higher) in 2014. The female-male gap in education appears smallest in Newfoundland, which is also the province with the smallest proportion of women with a university degree. The female-male gap in education appears largest in Saskatchewan, where 24 percent of women and 19 percent of men working in the private sector have a university degree.
It is well established that gender differences in industry and occupation can explain a large portion of the gender wage gap, and it is clear that the distribution of men and women across industries varies by province. The distribution of men and women across industries is presented in Figures 3 and 4 respectively. There are clear patterns in industrial gender segregation across provinces. For example, in all provinces men are much more likely than women to work in construction or resourcebased industries (forestry, fishing, oil, and gas). The gender imbalances also differ greatly across provinces. For example, in 2014 the likelihood of women to work in health care and social assistance is more than 12 times higher than that of men in Saskatchewan, but is seven times higher for women than men in British Columbia. In Alberta, the likelihood of men to work in construction is three times higher than that of women, but eight times higher in Nova Scotia.
There are also provincial differences in other individual and job characteristics. 6 For example, when examining in the extent to which women have held their current job, on average their job tenure is nearly identical to men's in most provinces. In Newfoundland and Prince Edward Island, however, men tend to have lower tenure than women (by 9 and 11 months respectively in 2014), while men in Alberta tend to have higher tenure (by five months). Such differences, as well as differences in the age composition of the population, marital status, or union status, can help us understand provincial variation in the gender wage gap.
Trends in provincial gender wage gaps
In this section I present regression-adjusted estimates of the gender wage gap to exemplify how differences across provinces in observable characteristics of men and women might underlie provincial differences in the gender wage gap and its evolution over time.
Following the simple approach taken by Baker and Drolet (2010) , I estimate the following equation in each year 1997-2014 for each province:
in which log wages of the individual are modelled as a linear function of explanatory variables X i and an indicator variable F i that is set to one if the individual is female and zero otherwise. 7 In a first specification, only the indicator variable for female is included. As such, the coefficient l represents a simple (unadjusted) gender difference in log wages (with a negative number suggesting that women earn less than men on average). These estimates of l are presented in Figure 5 . In a second specification, explanatory variables X i are added, including controls for age, marital status, education, union status, job tenure, industry, and occupation. From the second specification, the coefficient l represents a conditional (adjusted) gender log wage differential. That is, l measures the extent to which women's log wages are different from men's, all other explanatory variables being equal. These estimates of l are presented in Figure 6 .
First consider the trends in the gender wage gap presented in Figure 5 . Across all provinces, there appears some progress toward closing the gender wage gap over time. The size of the gap, and the extent to which it has narrowed, clearly differs across provinces. Historically, Newfoundland appears to have the largest gender wage gap among the provinces. Despite some improvements in Newfoundland over the 2000s, recent trends since 2010 demonstrate a deterioration of the gender wage gap so that overall, little progress has been made over the 1997-2014 period in Newfoundland. Prince Edward Island and Quebec are among those with the smallest gender wage gaps over the 1997-2014 period. New Brunswick had one of the largest wage gaps in 1997, but has shown considerable progress in narrowing the gap by 2014. Alberta's gender wage gap is slightly more narrow than Newfoundland's, however has similarly shown little progress over time. Relative to many provinces, including Ontario and Manitoba, British Columbia and Saskatchewan have also show little progress in narrowing their gender wage gaps.
Second, consider the adjusted gender log wage differential presented in Figure 6 . The most striking feature of these results is that the adjusted gender wage gaps in Figure 6 show substantially less provincial variation than unadjusted gender log wage differentials presented in Figure 5 . This suggests there are provincial differences in the extent to which the explanatory variables can explain the observed differences between men's and women's wages. For example, (in Panel A of Figure  5 ), the 1997 unadjusted wage gap in Newfoundland was À0.42 while the 1997 adjusted wage gap in Newfoundland was À0.21. This implies half of Newfoundland's wage gap in 1997 could be accounted for by gender differences in the explanatory variables. In Prince Edward Island, the 1997 unadjusted wage gap was much smaller (À0.24). However, the 1997 adjusted gap was À0.22, suggesting little of the gap can be accounted for by gender differences in the explanatory variables.
In most provinces, the overall trend in the gender wage gap is slightly altered when we account for gender differences in our explanatory variables. One notable exception is Alberta, and to some extent Saskatchewan, where we can see greater progress in narrowing the adjusted gender log wage differential than in the unadjusted differential. This suggests Alberta's gender differences in explanatory variables have actually grown over time, so that once accounted for the remaining gap appears narrower. In the next section we more rigorously examine the extent to which each of the explanatory variables can account for the prevailing wage gaps in each province.
Oaxaca-Blinder decomposition of the wage gap
In this section I examine the difference between the average log wages of men and women within each province in 2014 and 1997, and identify the extent to which the gender wage gap is associated with differences in the average characteristics of men and women in each province (representing the ''explained'' portion of the gap). In the process I also identify the extent to which such differences in average characteristics cannot explain the gender wage gap, which is referred to as the ''unexplained'' portion of the gap. In this section, I use a standard Oaxaca-Blinder decomposition technique to measure the explained and unexplained parts of the wage gap.
As a first step, for each province in 2014 I estimate the following wage regressions using samples of men and women, respectively:
where the covariates X i are the same as those used when estimating Equation (1). That is, I include controls for age, marital status, education, union status, job tenure, industry, and occupation. The estimated coefficients are then used in the decomposition of the wage gap. Taking expectations and differencing Equations (2) and (3), the log wage differential is restated as:
The first term, ðX M À X F Þb M in Equation (4) represents that part of the gender log wage differential that can be explained by differences in average characteristics of men and women. Note this term can be broken down to illustrate the contribution of different characteristics to the overall gender wage gap. As is standard in the literature, I have used the coefficients from Equation (2) for men as the reference coefficients in the decomposition calculations. 8, 9 The second set of terms, ðâ M Àâ F Þ þ X F ðb M Àb F Þ, in Equation (4) then represents that part of the gender log wage differential that is left unexplained. This part of the gap reflects gender differences in the average ''returns'' to each characteristic X in the labour market, represented by the estimated coefficients. I do not decompose the unexplained portion of the gender wage gap any further in this study. 10 It is important to note that the inclusion of industry and occupation as explanatory variables in the decomposition is not without controversy and requires careful interpretation in a policy context. The unexplained portion of the wage gap is thought to capture both wage discrimination against female employees as well as any gender differences in productive characteristics that have not been accounted for by the explanatory variables. To the extent that gender differences in industry and occupation reflect the personal choices of individuals, we would describe these factors as helping to explain the wage gap rather than potentially attributing those portions of the gap to discrimination. However, to the extent that gender differences in industry and occupation reflect discrimination in hiring decisions by employers or more systemic discrimination affecting the labour market and human capital decisions of individuals, explaining a large part of the gender wage gap with differences in industry and occupation leaves much to be desired.
The decomposition results are presented in Tables 1  and 2 for 2014 and 1997, respectively. 11 The percent of each province's wage gap that is explained by each factor or left unexplained is presented graphically in Figure 7 .
First, consider the results representing the gender wage gap in Ontario in 2014 presented in Table 1 and Figure 7 (Panel A). In Ontario, the total gender log wage differential in 2014 was 0.1861. (This is approximately the percentage difference between male and female wages.) For the province of Ontario, the results in Table 1 indicate that 0.0448 of the 0.1861 gender log wage differential can be explained by differences in the industries that men and women typically work in. As context, consider that health care and social assistance is a female-dominated industry in Ontario, whereby 84 percent of employees are female (representing 16 percent of female employees) and the average wage (across men and women) is $23 per hour. Construction, however, is male-dominated as 87 percent of the employees are male (representing 12 percent of male employees in Ontario) and the average wage is $28 per hour. Such differences in male and female representation across industries with different average wages are substantial. As presented in Figure 7 , the results indicate 24 percent of the gender gap can be explained by gender differences in industry.
The Ontario results in Table 1 and Figure 7 also indicate that gender differences in age, marital status, union status, or job tenure can do relatively little to explain the gender wage gap. Note the contribution of education to the gender wage gap in Ontario is small but negative at À0.0049. This arises because on average men were less educated than women in 2014, and if paid the same return on their educational investments, women would be paid more on average than men (holding all else constant). As such, rather than explaining the gender wage gap, gender differences in education effectively expand the gender wage gap that requires explanation. In Ontario, gender differences in occupation play a smaller role, explaining 6 percent of the wage gap. A large portion of the gap, 67 percent, remains unexplained by the factors included as explanatory variables.
Qualitatively, we see similar results for other provinces in Figure 7 for 2014. In Quebec, a slightly larger Figure 7 : Percent of the gender log wage differential (gap) that is unexplained or explained by each factor, by province Note: Each column sums to 100%, each block representing the percent of the total log wage differential explained by gender differences in the indicated factors. Details are reported in Table 1 . Sample includes men and women in each province, working full time in the private sector, aged 25-59. Source: Authors' tabulations, see text for details.
portion of the gender wage gap can be explained by gender differences in age, marital status, union status, and tenure than in Ontario (grouped as ''other''), but less is explained by occupation differences, and education differences are more important, so that, at 66 percent, the portion of the wage gap left unexplained is nearly the same as in Ontario. Industry differences appear to play the largest role in Prince Edward Island and Nova Scotia, while occupation differences appear to play a larger role in Manitoba, Newfoundland, and Alberta. Among the provinces, New Brunswick has the largest unexplained portion of the wage gap at 71 percent and Prince Edward Island has the smallest unexplained portion at 42 percent. A remarkable observation from Figure 7 is the fact that in most provinces, the portion of the wage gap that can be explained has increased over time. In 1997, 93 percent of PEI's wage gap was left unexplained, reduced to only 42 percent in 2014. Manitoba also provides a remarkable example, with 86 percent of the gender wage gap unexplained in 1997 and 59 percent unexplained in 2014. In Ontario, the unexplained portion of the gap did not change over time. New Brunswick is the only province in which the unexplained portion actually increased over time, despite its large reduction in the total gender wage gap over the 1997-2014 period.
The unexplained portion of the gender wage gap will capture both discrimination and gender differences in productive characteristics not accounted for in this analysis. It is important to note that in all provinces, the portion of the gap explained by gender differences in occupation and industry accounts for most of the explained gap. As discussed earlier, one might view such occupation and industry differences as a different type of discrimination reflecting labour market segregation in a way that does not merely reflect preferences. For example, although the unexplained portion of Alberta's 2014 wage gap is 51 percent, an additional 46 percent reflects industry and occupation differences.
Concluding remarks
The results of this study demonstrate considerable variation across provinces in the gender wage gap, the extent to which it can be explained by gender differences in individual and job characteristics, and the extent to which the gap and the factors driving it have changed over the 1997-2014 period. In some provinces, such as New Brunswick, the gender wage gap has narrowed substantially over time. In others, such as Alberta and Newfoundland, the gender wage gap has seen little change. Provincial differences in the size of the gap are largely reduced once we account for gender differences in job characteristics, particularly industry and occupational differences. In most provinces, the portion of the gap that cannot be explained by observable characteristics has decreased over time.
However, the greater importance of gender differences in industry and occupation for understanding the gender wage gap is an area of policy concern that warrants further research. In this regard, there are at least two avenues of policy research to pursue. First, what scope is there for reducing occupational segregation and achieving greater gender balance across occupations and industries? Employment equity and affirmative action programs will have limited success when pre-labour market gender imbalances, with respect to the education and training choices of men and women, persist. Prelabour market gender segregation may in part emanate from young people's expectations of discrimination by employers in the labour market, but may also reflect more systemic and persistent sources of discrimination beyond the control of any single employer.
Second, can policy be designed to achieve pay equity across occupations of comparable value regardless of whether jobs are held with the same employer? Current pay equity legislation seeks to correct historic gender discrimination in the compensation of employees in female-dominated jobs and allows for comparisons of skill, effort, and responsibility across different occupations. However, the legislation is limited to assessing jobs with the same employer. For example, a municipality may employ (female-dominated) librarians and (male-dominated) firefighters, and determine whether these jobs have comparable value for the purposes of pay equity. Canadians currently have no mechanism for achieving pay equity between equally skilled female-or male-dominated occupations for jobs with different employers. Within relatively narrow industrial classes, determining whether detailed occupational classifications are of comparable value is entirely possible, although developing the infrastructure to do so may be quite costly. As gender differences across occupation and industry underlie much of the remaining gender wage gap, however, it is my sense that such infrastructure would be an important tool for reducing the gender wage gap. 
